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The focus of this survey, conducted by the Office of 
Management Studies, is on the seventy-eight university libraries in 
the Association of Research Libraries (ARL) . Fifty-two libraries were 
interviewed by telephone calls which employed a detailed interview 
guide and produced a profile of practices and interests. All but 
three of the 25 non-participating libraries were covered by an 
earlier survey of continuing education. The results of this survey 
indicate that: (1) Recruitment practices emphasize the tried and true 
methods of visits to library schools, advertising in trade journals, 
contscting colleagues, and waiting for unsolicited applications; (2) 
While everyone likes the idea of staff development, few are providing 
concentrated organizational support; and (3) Most research libraries 
are actively recruiting minority staff and examining their employment 
patterns. The survey was also used to identify ARL member needs which 
could be met by the Office of Management studies. The use of the 
telephone as a survey method is evaluated. Appendix I contains 
statistical results of the survey and Appendix li gives an annotated 
list of related materials, (Author/NH) 
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A Sij;;.:;i,RY of the results of the office of iMA^IAGEfEi-T STUDIES SURVEY rr th- -rrp-r 
?.Ef;T, STAFF U£VEL0P;.E;IT, a;ID :.;i:iORITY Ei;?LOY.ME:iT practices of RESeLcH L™3RARf£S 

By D.E. l/Gbster and II. Putnari 
I. Introduction 

Following the recorninendation of the ARL Cou.m'ssion on ::anagercnt, the 
Office of Management Studies conpieted a telephone survey of ARL menibers. 
The purpose of the survey v;as to secure information on th& needs' and require- 
ments of rrismbers in three specific areas: recruitment, staff development, 
and ninority ep:ploynent. In order to reach this objective the survey aimed 
at securing a better picture of v.hat the current practices of research 
libraries are in these areas. 

T.he survey focused on the seventy-eight university libraries in the ARL. 
Fifty-tv;o libraries i;ere studied via an hour-long telephone call that employed 
a detailed interview guide and produced a profile of practices and interests. 
Of the t\;enty-five libraries that requested not to participate, all but 
three were covered by an earlier survey of continuing education com.oleted 
by David Kaser. 

As a result of this investigation, the office has a better understanding 
of the constraints and problems faced by university libraries as they 
strive to better their approaches in these management area^. The following 
observations summarize som.e of these difficulties. Kore importantly, the 
"lork has suggested ai-eas of action in which the Office of ."'lanagement Studies 
can provide support to member libraries. In the next few months the office, 
with the advice of the, ARL Com^nission on Management, will desian an ARL 
program response to the issues identified here. 
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Observation s of Current Practices in Recrin'tment 
Certain factors affect racruiting activities and see.m to be coirron to 
nearly all ARL libraries. Several have developed only recently and thsy are 
v;orth noting in order to understand library practices. On the one hand, 
the Job n:arket is flooded with beginning librarians at a tine -./hen research 
libraries ar« nuch less active in recruiting ^-ecent library school graduates. 
In addition, staff turnover has plurmetcd<' In Pany situations there is no 
turnover at all. Job nobility is quickly becor^ing extinct as the opportunities 
for change grow fe-./er and the desire for security faecoa:es n:ore acute. 
.-urthenTore, the budget constraints present in many institutions are forcing 
cutbacks in present staffing levels and frequently prevent the addition 
of new positions, particularly entry level positions. A rather cor.n:on 
occurence is a freeze on all hiring, new or replacen-ent. 

On the other hand, it is still difficult to locate and attract mid-le.vel. 
advanced, and specialized staff members, l/hile library schools provide 
help and information for beginning librarians, there is no clearinghouse 
of information on the mid-career librarian. An exairole of this type of 
help is the .-odern Language Association's service that disseniinates in- 
fon-nation on a selective basis about vacancies and prospective candidates. 

In another area, everyone wants to recruit men^oers of minority groups 
but many libraries cannot find or attract them. At the same tinie, there 
appears to be growing tension on the part of personnel officers, and 
possibly the general staff, in relation to the need to en;ploy minority 
group nio.-,bers while facing a static employment situtation. This often 
requires a form of reverse discrinnnation. 

Those factors, particularly the effect of the current economc 
situation and the ticht job r.arket, have resulted in a da-cnohasis of th» 
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recrtiitnent efforts of n:ost research libraries, especially for entry-level 
positions. 

The telephone survey looked at the nature of the recruitment activity 
in research libraries by inquiring about (1) the techniques used to 
locate potential employees, (2) the means by which candidates are attracted, 
and (3) the approaches used to determine staffing requi reir.ents . 

The overwhelming iir-pression resulting frc.-. a reviav/ of these current 
practices is that research libraries have established patterns of ■recruit.Dent 
that have net past needs but are increasingly scrained to meet the changed 
arployrent conditions and the demands of university affirmative action plans. 
Furtherniore, libraries find it difficult to conduct active long-range or 
even short-range nanoo-.'er planning, 

ftecruitaent practices einohasize the tried and true methods of visits 
to library schools, advertisi'ng in trade journals that are normally read 
by academic librarians, contacting colleagues, and waiting for applications 
to come unsolicited. With the exception of several active affirmative 
action plans, little atteii^pt is made to identify special employment groups 
and then to design positions and methods to locate them. For examole: 
the number of advanced degree subject specialists looking for jobs is 
assumed to be quite high. Yet libraries, although professing a desire to 
get these competancies, do not know where to look for them, how to attract 
them to library careers, or how to incorporate them into present job 
classification schemes. 

iianpower planning as a management approach is difficult for most 
research librarians to accomplish. The obvious constraints of th/univarsity 
environment make it difficult to systematically: (1) assess, on a con- 
tiniiinc; basis, the skills, experience, and capability cf individuals in 



an levels of the library staff, (2) projact staff require.ant. over one 
year, three years, five years, and other long-tern periods, (3) determine 
staff skills and potential that should be recruited now to reet future 
operation requirements, and finally, and (4) plan the staff development efforts 
needed to .ove present staff tovard future roles. Libraries are prevented 
from doing this because, for the most part, they do not have the resources 
or university support for doing it. The financial difficulties faced by 
higher education are changing this response, and rrore universities"aVe 
locking for the benefits of manpower planning. At the same tin-.e, libraries 
need to change their attitudes toward assessing their staff needs, 
locating potential candidates, and then attracting these individuals with 
meaningful, challenging work with career potential. 

HI. Observations on Cu-rent Practices in Staff Develonr^ c.f 

It is not as easy to generalize concerning the current practices at 
research libraries in the area of staff develcpn:ent. This is due- partially 
to the difficulty Of defining what is meant by or includedin staff 
devalopnent. For the purpose of this survey, we looked at three categories 
of organizati'.nal support for the development of staff c:jpabilit1es: 
(1) training programs to upgrade or secure skills required to perform 
defined job responsibilities, (2) supervisory and manage-nt developnent 
prograr^s sponsored by or participated in by the organization and (3) op- 
portunities offered by the library for the individual to secure additional 
subject and professional knowledge. 

Everyone likes the idea of staff devalop.-nent, but very few are 
providing concentrated organizational support. The prevailinc philosophy 
generally is that it is the individual's responsibility for developing 
hin:sGlf. Again, this has worked in the past, but in many instances the 



uncoordinated efforts at individual sslf-dovelopnent do not produce the 
staff capabilities necessary for the library to naintain its perfornance c 
for this natter, r.eat the challenges of the future. Secondly, there is 
a groi/ing need to assist the majority of library staff who need sore 
guidance and career counseling, and possibly scv.e activation, in order 
to participate constructively in staff develop;rent activities. 

The survey illustrates the fact that libraries face a nuraer of 
problen^s in helping the individual who wants to pursue a career plan 
involving staff develcpcent. The financial picture at the moment seems 
to prevent nuch innovation, experimentation, and improvement of practices. 
There are reports of restrictions on out-of-state travel and travel funds, 
no remission of fees for course work, suspension of work-study programs, 
restrictions on the nature and types of course work that can be done, 
and little advice or assistance in directing staff development toward 
individual career goals. ' ■ 

in addition to the difficulty of planning a coordinated staff develop- 
ment effort, .ost libraries are unable to provide opportunities for staff 
career .ability. This my be movement fro. category to category (clerk to 
paraprofessional, for example) or even within these categories (for instance 
a career progression of positions with increasing responsibility combined 
with a variety of experiences). The old problem of career and financial 
advancement existing only as a function of administrative responsibilities 
continues unsolved in most situations. The size of most ARL libraries is 
.one re.son for this. They just are not big enough to .^ve people around 
freely. These problems are well known but increasingly research li^rarins 
are becoming interested in overcoming them. 
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The coinponent of staff devalopnent of greatest interest to those inter- 
viev/ed is in-service training. The majority of libraries surveyed sin-ply 
do net have the resources to develop their own in-service training procrans. 
The university does not provide the money and no one on the staff is a 
specialist at developi;;g, testing or ir.pl ei-ien ting such a program, r.'everthe- 
less, there is general agreement that v/ell designed acadeir.ic library 
oriented in-service training programs would be very useful. Topics most 
frequently suggested for coverage in such programs are human relations and 
cofTF/jni cations for supervisors, principles of academic library pianagerr.ent, 
and overviews of library operations for nonprofessionals. 

Eleven libraries of the fifty-five surveyed have taken some steps toward 
in-service training programs. In each case these programs have gained the 
cooperation of either the University Personnel Training Office or the 
Business School or both, as the library v/ent about setting up and conductinc 
the training effort. 

These several institutions may provide some guidance in the develop- 
ment of more general izable models. The fianaqement Studies Office 
anticipates following up tiie brief telephone survey v/ith a closer look at 
these libraries. 

IV . O bservations on Current Practices in Minority Group and ','onien Erolovren t 
Because of federal governmental pressure that causes university concern 
for demonstrative efforts in the affirmative action areas, most research 
libraries are actively recruiting minority staff and exanininn their 
e.nploypsnt patterns. 



TO be .o.e precise, 1f „e discount the two Canadian libraries surv^y^d 
(because they are not under any Pressure to oarticioate in an AAP) and 
y uoM, („,1ose starf is ,-ainly Black)', a total of 
thirty-five of th. fifty libraries surveyed are participating in affirmative 
action Plans. Al, of the rest either plan to participate or are atte^otin. 
to ccTply „ith Equal Opportunity ouidelines. Forty-seven of the fifty' 
libraries were able to report over the telephone exactly ho-., .any Bla^^ 
professionals they have on their staffs. The total is si.ty-six'.' Fifteen 
of the forty-seven reported no Blac. professionals, although in each cas» 
Black professionals were actively being recruited in compliance with 
■Affir^tative fiction Plans and Office of Education cuidelines. 

So.e of the reported problems in recruiting =,ack professionals „.r=. 

■ ^'^l^ti;^^^ S^liSIHosftlon"^ 

Bu?"h"n"t e' So'«n"to"r';t"ic?s^'';' " -""y-'evel. 

Blacks for higher l1vSl posRfons! ""^'"^ '•"^''"^t 

Most libraries exor^ss cnnc^m rh^^i- « 

Black librarians i.-ilfresSu™ " dl V^PiZ'l^t/"'' 

libraries or in taking their best people 

» is generally the case that it is much easier to recruit minority 
-rbers for clerical positions than it is for professional Positions^ 
!n these instances, the liorary has the assistance of either the Univ^rsitv 
:'erspnnel Office or of t,,e .State Civil Service Co^ission in r^c-uiti,,. 
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ninority clerical enploysss, and there is a local labor pool to draw upon. 

An aspect of affirriative action that nany libraries are beginning 
to stress is the need to recruit wc^an for top-level ad^^inistrative positions 
iii libraries. The problem here is described in the abstract or a Report 
cn_thG Status of l.'cr.en Epoloved in tho j^i^ ^y of the University of 
Miloi-lli^Bens sley, with Recomendations for Affirmative Artinn which 
argues that:"(l) library professional, technical, and clerical personnel - 
both wo.en and .en - work in 'women's occupations, ■ and, therefore, are underpaid 
when compared to those employed in -.en's occupations' which require similar 
backgrounds of education and experience; (2) within their respective 
categories of Librarian and Library Assistant, wo.en are concentrated at the 
lowest levels; and (3) the opportunities for wo.en to advance in their 
library careers are apparently diminishing." 

In those parts of the country where Chicanos and American Indians make 

up a significant portion of the minority population, libraries report great 

difficulty in recruiting professionals of these respective ethnic origins. 

It has been pointed out that the minority programs at library schools now 
tend to emphasize Blacks and that the number of American Indians "and 

Chicanos in such programs is low. 

One observation i;hat ca>-. be made after a review of several affirriative 
action programs is that pressures on library administrators to take concrete 
steps in improving the employment conditions for minorities and women in 
libraries is actually forcing adoption of good management practices. These 
include: qualitative analysis of present staff configurations, determination 
and dissemination of library and university personnel policies, 
and the establishment of concrete specific library and organizational unit 
goals. 
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f-^lille Res ponses of the APl/O.MS to Results of S-:>-vo v/ 
One of the basic objectives of the telephone survey was to ic'entif>' needs 
and requirements of AR.. .enters that could be .et by the Office of .-.nacenent 
St.<i^os. Based on an initial review of the results, several activities deserve 
consideration as possible prograr.s for the office or fcr develop.-.ent as 
proposals for funding support. Six questions are presently considered as 
requiring additional thought and developr^ent: 

1. Can additional recruitment and developmental p:ethods • 
be designed in order to atiract ninorities into 
academic lorarianship? This is the touoh nut for 
researcn libraries. In most cases, libraries Z 
very v/ell with enploying minorities in the clerical 
and paraprofessional ranges. But v;hen it cones to 
the proressional levels, the situation is the reverse 
Tne overwhelming conclusion to be drav.-n from the 
survey is the AA?s have made no Quantitative 
difference in the nu.mbar of Black librarians vori-inc 
in research libraries. It see;.;s that th s s ^ 
an aaituQinal proolem or the result of a lack of 
effort on the part of these libraries. Th'-re is 
very liitle that an individual library micht do 
uo meet the general unavailability of min5ritu 
group librarians. Instead, v/hat is clearlv nesd-d 
IIS a major national effort to locate, identify ' 
develop, and place promising Blacks in the field 
of academic 1 ibrarianship. 

2. Can a model staff development proaram be designed 
for adoption and use by member libraries that "'ou Id 
encompass how to plan for and begin such a oroo^am, - 
an in-service tra;iiing manual, suoorvisory deveiooment 
course, materials and seminars, budget and stair- 
requirements, guidelines for operating that would 
counse"n'o1' appraisal, and 

3. Should a national training center for staff dev.-^loonent 
officers be established to provide libraries with ' 
outside assistance in developing an in-house ca-.abilitv 
1.0 tram and upgrade their staff? 

4. Can "instructional modules" be develooed that would 
be packaged course work focusing on topics and 
utilizing a problem-solving format fcr use by 
libraries? 
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5. How should the t''' develop and conduct regional 
seninars, v/orksho'^*-^ j discussion foruns, and 
conferences ali^e^ nianagenent development in 
research 1 Ibrari^ 

6. Can fellowships b-' established to survey current 
practices in are:*- ^'-^ch as perforniance appraisal, 
use of ccmmittees. manpower planning*?* 

V I . Evaluation of the ilet r ' ' ' 'oTopy 

An evaluation of the ^^nrvey methodology is necessary since this attempt 
to secure inforrnation on t!«^' current question of ARL menibers in the management 
area is the first of sever-jl planned surveys and because the survey 
experimented with using th^- telephone as the means of contacting members. 

On March 16, 1972 the office mailed to the directors of the seventy- 
eight university libraries belong to ARL a memorandum requesting their 
participation in a survey recruitment and staff development activities. 

The memorandum se'C forth th*'^ areas to be cov^^i^ed by the survey and indicated 
that the survey would be c^^f^^ucted by telephone during the month of April. 
Tear sheets were provided f^'^^^ replying to the memorandum, and the 
directors were asked to say v/hether their respective libraries would 
participate a?id, if so, who should be telephoned. 

The office prepared tv.v> information-gathering instruments to be used 
in the survey. The first an interview guide that encompassed a detailed 
set of questions to be use^^ -y the intervie\/er in conducting the telephone 
call. The second tool v/as tabulating form which was used to summarize, 
under general headings, a fofile of the participating libraries. 

.J 

Of the seventy-eight ;.-iversity libraries belonging to ARL, fifty-two 
took part in the survey, '^'veral of the libraries that declined to 
participate forwarded brie -otes on the tsar sheet saying that they v/ere, 
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of course, interested in natters of recruitment and staff development but 
for a number cf reasons tneir activuies in these areas are such that, 

in their opinion, the situation did not -./arrant a long-distance telephone 
interview. 

A librarian from the ARL Slavic Center, Bill Putnam, agreed to v.-ork ' 
on the survey and ,he telephone interviews. These interviews 

produced descriptive profiles of each institution's practices ia the 
several topics covered. The interviews were completed in a three-week 
period - April 14 through May 5. 

In evaluation, it is found that this type of data-gathering effort: 

. Allowed survey ccmpletion in a very short time frame. 

' i*^fomatior interaction and exchange of 

• amount'oI'dTta!' '''''' ' ^^^e 

* arml^e''cfosely^° institutions should be looked 

. Indicatedto the membership the nature of the office's 
interest in several management areas. 

. Secured for the office a better aopreciation of the 
neeas and requirements of member libraries. 

. Identified key staff in member libraries interested 

in topics. , c.ciucu 

. Produced a variety of documents sent by libraries to 
the office. • i «i leb uu 

This experiment demonstrated that with so.^e support a junior professional 
can effectively execute a survey of a defined, limited topic in a short 
period of time. Furthermore, the survey is stimulating ideas for future 
office activity. 
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Statistical Resj£Us_ nf 

1. Participation in the survey 

• 66% of all ARL university niairbers participated in the 

StudiS"^ fr/l ^^f^' ''''' ^'^'^^ °^ f'anagement 
btudies talked to either the director or the chief 

administrator concerned with the libraries' activities 
in these areas. ^i-'vi uie^ 

. 75% of all ARL university members participated in a 1970' 

TMriwn-.'°5^'"'^'"' ^^""ti^'^ conducted by Dave Kaser. 
I his involved a one-page questionnaire. The results 
are reported in the July, 1971 Library Trends 

. Of the 52 libraries that participated in the office 
• of'yf 1 V^'? (total staff in the rinae 

JL ^ ^'J?/'^*"^ iJiadi-xD-sized total staff In " 

Tflf?o?2l' JqM^^^I'-'"^ ^° ''''' large-sized (total 
staf. or 260-891). This suggests that the n;ediun- 
sized snd larger libraries are more active and 
interested in these areas. 

2. New employee orientation sessions 

■ regularly provide a formal orientation 

effort for nevv staff. This represents 40% of the 
membership (n small, 7 medium, 14 large). 

3. Skill training 

• 30 libraries (33% of membershlD) offer sor:e sort of 

tt^.ln/nn ^^Tt^-^'"^''"'^.''" ^"^"^^^^^^ ^0 wrtva] on-the-job 
traimng. This may involve skills ranging from key 
puncmng to bibliographic searching. 

4. Management development Vforts 

. Some sort of in-house supervisory develoonsnt course 
13 now provided by 30 libraries, of v/hich half are 
the large-sized institutions. 

70% of the libraries survevGd provide at leas-- 
occasional opportunity to attend vorkshoos, course's 
seminars outside of the library. ^ ' 

• 5 ARL libraries are operating management development 
efrorts that are tied into either craJuate busin'^ss 
schools or graduate library schools. 
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. Only 3 libraries provide all of the above as part of thair 
regular staff developnent efforts. 

5. Opportunities for acadenic course work in a subject or for a degree 

. Only 4 libraries do not offer this option to staff 
however, in inost cases, staff i-enbers not holdino 
pro.essional status n;ust take advantage 
of this option on their own time. 

6. Financial support for staff development 

Very fev/ libraries have a discrete budget 

allocation for staff development or utilizing ■ "•. 

a staff training officer. Generally these 

items are unrecognized or buried elsewhere. 

7. Affiriiative action plans 

35 ARL libraries are presently active in formal 
affirmative action plans. Almost all of the 
remainder are getting into these efforts. 

8. K'ork study activities 

18 ARL libraries provide opportunity for promising 
staff to work and pursue a library degree as 
part of a conscious effort to recruit librarians. 

9. Special minority training or recruitment activities 

8 ARL libraries are presently experimenting v/ith 
ways to attract and train minority staff via 
internships, work study prooram, and unusual 
advertising efforts. 

10. t'ianpower planning 

In almost all cases, concerted efforts to comoletp 
long-range manpower planning are absent. 
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for Ideas on Aporcaches tp_ Problenis i_n thes i Se vsral 
^reas the Followina liate rials are Suooested 

A. Rscruitaent and Staff Development 

Desatnick, Robert L. A Concise Guide to flanaoepent DeveloD.r^snt. fipw York 
American wanagenent Association, T970: 1" 

"fianagenent by objectives" methods are directed toward improving the 
performance and potential of adrninistrators. The author describes a goals- 
oriented system of management development that includes an overall nanpov/er 
plan and individual career plans. He provides criteria that can be used 
in measuring the effectiveness of a staff development effort. 

Finkle, Robert B. and Jones, William S. Assessing Corporate Talent • A 
Key_^to ilanaaerial Manpower Planning . .New YorkT~HriiFlHti?iFienFe , 

The authors argue for better methods of evaluating information on the 
skills and capabilities of personnel. They do this by developing a manpower 
planning approach that builds on managerial intuition by incorporating 
research results from the behavioral sciences. For example, testing 
and assessment techniques that have proven successful in practice are 
described with examples of how they are applied. The book also includes 
comments on peer ratings (d. Ill) as a part of the selection and promotion 
process* 

Fordyce. Jack K. and l.'eil, P.ayfnond. / ianaoino \^!ith_ i^eoole: A Manacars 
Handbook of Oroanization Cevelocr.e nt ilethods ^ Read inn ^'"^ — — 
Fiassachusotts: Addison-Wes ley, 1971. ^ 

The tonic of "organization developn^ent" is the heart of this book. 

These are c^ethods ained at in^proving interpersonal and group dynanics skills 
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for staff In organizations that are coping with the demands of a changing 
environment. A particularly useful sectfon deals v;ith characteristics of 
healthy organization and suggests techniques for reaching that state. 

Lopez, Felix M. The llakino of a nana-'-r- GuidPlin^c s-ic c t ^- 
and P^oti^KT n^orVr '^^^ ■,.^^^lsl^M^Wf§7^ 

This work deals v,ith l,ov, to identify, develop, snd ™tivate supervisory 
and adninistrative talent. After briefly exanlning the role and_ activities 
of managerial staff, the author presents an innovative fraKe™r<>or 
defining and developing effective Ranagers. Kis thesis is that society's 
managerial crisis is not a .atter of the numbers or the quality of managers; 
rather, it is a problem of how managers are made and utilized. 

''°"u£lSS; ^""--■-■"S ^ucation-, 

An extraordinary collection of articles addressing the problems of 

staff develop^nt in libraries and suggesting avenues for securing changes 

and improvement. 

B. Affirnative Action Fffr^ 

Com/ell nary and Jackson, Ade. "Report on Recruit-ent of ';i"oritio- " 
Available from authors, New York Public Library: .MiLograph:d ?;72. 

Staff fron ilYPL after attending an ALA pre-conference held in Dallas, 

Texas, June 17-19, 1971 ripv^lnnpH a licr ^ ^■ 

iwi cev.iopad a list of recomniendations and suggestions 

for recruiting, selecting, hiring, and prorroting minorities. There are 
Ideas here that personnel officers and library directors will find useful 
in their own settings. 

Heyns Rcger H. "Sex Discrinnnaticn and Contract toliance An a C 
Speoal^t. Uashinnton, D.C.: American Council on Edu-fitTb-^^ 
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A report to the higher education con-jTiunity concarning the federal 
regulations in this area and describing- the issues involved for a university 
faced with a governmental review of its efforts to comply with these 
requireirents. Copies of this report are not availabl-e from ACE but were 
distributed earlier by the ARL office to library directors. 

University of California, Berkeley. Library Affirmative Action 
Pngrap. for Iten Corrmittee. A Report on the Status of -.- 
|onien Enpjoved i£ the Library of"tiTrUnTv"e??Tt7"^arrfornia 

Berxele^, i'lth flecorrend^^ 

BerKeley, California: Author, 1971^ 

An excellent, v;ell -researched report that relates the treatment of 
women in the library labor force nationally to the situation at Berkeley. 
Specific suggestions for improving these conditions are made in fie 
areas of: hiring and recruitment, in-service training and career develop- 
ment, and educational opportunities. The statistical tables and the 
discussion of issues makes this work valuable to other libraries interested 
in addressing problems in this area. Copies are available for $2.00 prepaid, 
from Anne Li pew. Chairman of the MPWC. 

Young, Richard A. Recruiting and Hiring Minori ty Emplovoos. Mo../ York- 
Aj5ierican i'lahagemem: AssocTatior?7~T5"6^^ ~ 

The theme of this book is that traditional employment methods applied 
to minority groups are wasteful and counter-productive. An attempt is 
made to identify corr;;:on p.-oblems encountered by prospective employers 
as well as the feelings and attitudes of the individuals that are being 
recruited. 

Successful techniques are then described with case illustrations of 
how they work. For example, one of the basic barriers to minority employ- 
ment is the reluctance of minorities to apply for certain jobs because of 
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past hiring practices. Locating and interviev/ing rethods are siigaasted to 
overcoire this problem. The author 's a Black and speaks frorr. nunierous 
years of cxDoriGnce. The suggestions range from means of identifying 
potential staff to how best to orientate new staff. Ltbrary recruiters 
v;ill find these suggestions useful for both support and professional staff. 



